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Abstract 
An exploratory study was conducted examining the relationship between burnout and 
personality dimensions. Sixty-nine employees from domestic violence agencies 
completed survey materials including the Maslach Burnout Inventory (MBI), the 
NEO-Five Factor Inventory (NEO-FFI), and a demographic and satisfaction 
questionnaire. A sample of domestic violence agencies was selected to participate from 
the state of Illinois using a directory listing all domestic violence agencies. Results 
suggested that symptoms of burnout occur both at a high and moderate (or average) level 
among this group of human service providers. Only one personal characteristic, age, was 
found to have a significant relationship with burnout. A relationship between burnout 
and work environment factors (e.g., amount of hours spent per week in case management 
or staff meetings and perceived support from co-workers) was found, however the best 
predictor of burnout was the personality dimension, Neurotic ism. Results support 
Piedmont's (1993) findings suggesting that personality dimensions can help explain the 
experience of burnout. lmmplications and suggestions for future research are discussed. 
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Burnout 1 
Introduction 
Burnout among human service workers has been a focus of previous research · 
because it is considered an occupational haz.ard (Gomez & Michaelis, 1995). Burnout in 
the helping professions was first conceptually defined by Freudenberger in the 1970's as a 
state of fatigue due to a devotion to a way of life or a relationship in which the 
individual's desired outcome is not obtained. Chemiss a number of years ago described 
burnout as "a process in which a previously committed professional disengages from his 
or her work in response to stress and strain experienced in the job" ( qtd. in Soederfeldt, 
Soederfeldt, & Warg, 1995). A more widely used definition was conceived by Maslach 
( 1982) as, "a syndrome of emotional exhaustion, depersonaliz.ation, and reduced personal 
accomplishment that can occur among individuals who do 'people work' of some kind. It 
is a response to the chronic emotional strain of dealing extensively with other human 
beings, particularly when they are troubled or having problems" (p. 3). Emotional 
exhaustion occurs when an individual becomes overwhelmed by the emotional demands 
of his or her job. Depersonaliz.ation is described as a disregard for others' feelings. 
When human service workers develop a reduced sense of personal accomplishment they 
typically begin to feel inadequate in their services to clients (Maslach, 1982). 
'As a result of burnout, human service workers may experience psychosomatic 
illness, social withdrawal, substance abuse, job neglect, and an impaired level of services 
(Cherniss, 1980; Gomez & Michaelis, 1995; Turnipseed, 1998). Burnout can also be an 
important factor in job turnover rates, absenteeism, and low morale among staff .,,, 
(Cherniss, 1980; Powers & Gose, 1986). If potential causes of burnout can be identified 
employers can implement steps or programs to help staff who become disabled by the 
strains and demands of human service work. 
Previous studies addressing burnout have examined social service agencies, 
health care providers, shelter volunteers, social workers, occupational therapists, 
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psychiatrists, school psychologists, nurses and mental health practitioners (Deary, Agius 
& Sadler, 1996; Eastburg, Williamson, Gorsuch & Ridley, 1994; Lambert, Bass, Brown, 
Criss & Padrino, 1986; LeCroy & Rank, 1986; Gomez & Michaelis, 1995; Greeson, 
1995; Huebner & Mills, 1994; Mickish, 1987; Naisberg-Fennig, Naisberg, Keinman & 
Elizur, 1991; Niebrugge, 1994; Piedmont, 1993; Soederfeldt, Soederfeldt & Warg, 1995; 
Turnipseed, 1998). However, little research has been done with professional and 
unprofessional staff in domestic violence agencies (Brown & O'Brien, 1998). The main 
concern of shelter staff is the physical safety and psychological well being of battered 
women and their children during a time of crisis. Furthermore, staff working in 
situations where the clients are in crisis may be at a greater risk for burnout (Mckenna, 
1986). 
Identifying possible sources of burnout can be important in maintaining a high 
level of services (Turnipseed, 1998). Previous investigations have studied both external 
and internal causes of staff burnout. Certain research has found that the primary cause of 
burnout may be due to the work environment (Chemiss, 1980; Maslach, 1982; 
Turnipseed, 1998). If the primary causes of burnout are indeed due to the work 
environment, interventions to reduce burnout may be more easily designed and less 
unpleasant than if the cause of burnout was primarily due to personal characteristics 
(Cherniss, 1980). However, other researchers (Huebner & Mills, 1994; Piedmont, 1993) 
have found that personality variables contribute more to burnout than demographic 
variables or the work environment. Piedmont's study consisted of two phases. In phase 
one 36 occupational therapists from two hospitals completed the Maslach Burnout 
lnyentm:y (MBI) (Maslach, Jackson & Leiter, 1996) and the NEO Personality Inventory 
(NEO-PI) (Costa & McCrae, 1992). In phase two 29 of the therapists participated and 
completed a measure of environment, the Work Environment Scale. along with the MBI. 
The Maslach Burnout Inventory scores from phase one and phase two were significantly 
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correlated. Additionally, the scores on the NEO-PI accounted for more explained 
variance in burnout than the scores on the Work Environment Scale (Piedmont, 1993). 
Huebner and Mills examined burnout in 90 school psychologists who completed the 
MBI, the NEO Five Factor lnyentozy (NEO-FFI) (Costa & McCrae, 1992), and a 
demographic and job variables questionnaire. Their findings suggest that knowledge of 
personality characteristics increased the understanding of burnout (1994). 
Work environment factors that are often studied in relation to burnout include: 
client contact, socioeconomic status of the primary population served, annual salary, 
perceived support of co-workers, and perceived supervisor support. Many supervisors 
will recommend that staff members take time away from clients if they are experiencing 
stress that can lead to burnout. However, most human service providers complain of 
excessive paper work when they would rather be working directly with people (Edelwich 
& Brodsky, 1980). Previous studies have found that the amount of paper work and 
burnout are positively correlated (Edelwich & Brodsky, 1980; Gomez & Michaelis, 
1995). Previous research has found that those who work with clients with lower 
socioeconomic status experience less burnout (Gomez & Michaelis, 1995). Research has 
found that individuals who perceive a lack of support from their co-workers tend to 
experience higher rates of burnout (Cherniss, 1980; Maslach, 1982; Mckenna, 1986). 
Salary has also been correlated with their rate of burnout. A lower salary is related to an 
increased rate of burnout (Lecroy & Rank, 1986; Mckenna, 1986). Lecroy and Rank 
(1986) found that emotional exhaustion decreases as the salary increases. 
The amount of support that staff members perceive from their supervisor has been 
found to have an inverse relationship with burnout (Brown & O'Brien, 1998; Edelwich & 
Brodsky, 1980; Maslach, 1982; Turnipseed, 1998). Staff members seek support from 
their supervisors in various ways. This includes, job assistance, help working through 
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their feelings about job experiences, providing information, modeling, and feedback on 
their performance (Cherniss, 1980). 
Personal characteristics that have been examined to determine a possible 
relationship with burnout are level of education, marital status, ethnicity, number of years 
working within the field, age, and dimensions of personality. Level of education is 
defined as the amount of schooling accumulated by a staff member. Previous research 
has found that the greatest amount of burnout is experienced in those with a bachelor's 
degree and the least amount of burnout is experienced with those who have some college 
(Cherniss, 1980~ Maslach, 1982). 
The importance of social support in the marital relationship is considered a 
significant buffer. Maslach (1982) has found that single individuals experience the most 
burnout whereas married individuals experience the least. Age of the staff has been 
found to be inversely related to burnout (Maslach, I 982~ Turnipseed, 1998). Gomez and 
Michaelis ( 1995) found a negative correlation between Emotional Exhaustion and length 
of time working in the position. 
Ethnicity has also been examined in previous studies. The number of minorities 
assessed for burnout in previous studies has been low but it appears that African 
Americans tend to experience lower rates of burnout than Caucasians. Maslach found 
that African Americans experience less Depersonalization and less Emotional Exhaustion 
(1982). Gomez and Michaelis (1995) found that although African Americans 
experienced less Emotional Exhaustion they seemed to experience less Personal 
Accomplishment also. 
Personality has often been considered to be instrumental in the choice of 
occupations as well as in employment performance. Personality types have been 
correlated to job satisfaction or dissatisfaction. This is significant to the present study 
because job dissatisfaction has been found to be related to burnout (Tokar, Fischer, 
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Subich & Mezydlo, 1998). In examining the relationship between personality and 
burnout a variety of aspects of personality have been considered. Nowack (1986) found 
Type A behavior, which is characterized as hard-driving, time-urgent, impatient, 
aggressive, competitive, and hostile at times, was related to high levels of burnout. 
However, Keinan and Melamed ( 1987) also examined Type A behavior in relation to 
burnout, and did not find the same relationship. They did find however that 
repression-sensitiz.ation, emotional reactivity, learned resourcefulness, and hostility were 
significantly correlated to degrees of burnout. Repression-sensitiz.ation refers to an 
individuals coping method. Repression represents a tendency to avoid or rationalize, and 
sensitiz.ation describes a response of extreme vigilance. Emotional reactive describes an 
increased tendency to enter and maintain an emotional state. Hostility is a component of 
Type A behavior. Type A behavior is made of the following components: high drive, 
competitiveness, impatience, time urgency, high achievement, motivation, work 
involvement, preoccupation with deadlines, abruptness of gesture and speech, anger, and 
hostility. Keinan and Melamed focused on hostility in this study because this component 
is seen as a significant part of Type A behavior. Hostility has been found to be 
significant in the etiology of cardiovascular disease. These researchers suggested that 
hostility, rather than the whole concept of Type A behavior, may account for the 
correlation between Type A behavior and burnout. Naisberg-Fennig, Fennig, Keinan, and 
Elizur ( 1991) supported the finding that learned resourcefulness and 
repression-sensitiz.ation are related to burnout. Iverson, Olekalns, and Erwin ( 1998) 
studied positive affectivity and negative affectivity. Their findings suggested that 
negative affectivity resulted in burnout while positive affectivity resulted in low burnout. 
Negative affectivity was correlated with both Emotional Exhaustion and 
Depersonaliz.ation while positive affectivity was related to high Personal 
Accomplishment. 
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Another personality characteristic, extroversion, has been examined by Eastburg, 
Williamson, Gorsuch, and Ridley (1994). Extroversion and co-worker support were also 
found to be related to burnout, particularly to Emotional Exhaustion. They found that 
among nurses, extroverts required more peer support in order to avoid burnout. In a 
related study, Kirkcaldy, Those, and Thomas (1989) found that neuroticism and 
extroversion were significantly correlated with job dissatisfaction. As mentioned earlier, 
job dissatisfaction has been found to relate with burnout (Tokar, Fischer, Subich & 
Mezydlo, 1998). 
The use of Factor Analysis of personality attributes has recently resulted in the 
development of the five factor model which is now known as the "Big Five". These five 
dimensions of personality are: Extraversion, Agreeableness, Conscientiousness, 
Neuroticism, and Openness to Experience (Tokar, Fischer, Subich & Mezydlo, 1998). 
The NEO-PI and NEO-FFI were developed by McCrae and Costa to measure the 
"Big Five11 dimensions of personality and have been used in prior research to examine the 
relationship between personality and job dissatisfaction or burnout (Deary, Agius & 
Sadler, 1996~ Huebner & Mills, 1994~ Piedmont, 1993 ~ Tokar, Fischer, Subich & 
Mezydlo, 1998). The NEO-PI and the NEO-FFI both measure the "Big Five" dimensions. 
However, the NEO-FFI is a shorter fonn and therefore quicker for participants to 
complete. The added number of items on the NEO-PI allows for a more in depth look at 
the five dimensions by breaking them down into facets. This is not done with the 
NEO-FFI (Costa & McCrae, 1992). The five scales are explained as ranges of the five 
dimensions of personality. Extraversion ranges from an extroverted individual who is 
assertive, active, talkative, upbeat, and likes to be around people to introverted 
individuals who prefer to be alone and are independent (Costa & McCrae, 1992). The 
Extraversion Scale is intended to assess the quantity and strength of interpersonal 
interactions, activeness, need for stimulation, and an individual's capability for happiness 
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(Piedmont, 1993). Agreeableness attempts to measure the contrast between an altruistic 
individual, willing to help others, and a disagreeable and egocentric individual (Costa & 
McCrae ). According to Piedmont ( 1993) this scale is designed to measure the quality of 
interpersonal style from compassionate to antagonistic. The Conscientiousness Scale 
consists of a range from undependable to responsible and lackadaisical to persistent 
{Tokar, Fischer, Subich & Mezydlo, 1998). The Conscientiousness scale is concerned 
with one's approach in goal oriented behaviors such as organization and motivation 
(Piedmont, 1993). The Neuroticism variable contrasts emotional stability with 
maladjustment, also considered neuroticism. This scale basically intends to measure 
one's adjustment and one's likelihood to experience emotions such as fear, sadness, 
embarrassment, anger, guilt, and disgust (Costa & McCrae, 1992). The Neuroticism 
Scale attempts to identify individuals likely to experience psychological distress and 
measure an individual's adjustment as compared to emotional stability. This scale is also 
concerned with maladaptive coping styles (Piedmont, 1993). Openness to Experience 
consists of conventional to original and inflexible to flexible (Tokar, Fischer, Subich & 
Mezydlo, 1998). The Openness to Experience Scale is considered to include the 
elements of active imagination, aesthetic sensitivity, attentiveness to inner feelings, a 
preference for variety, intellectual curiosity and independence of judgment. This domain 
of personality is often associated with intellect (Costa & Mccrae, 1992). 
Neuroticism is associated with negative affectivity and Extraversion is based on 
positive affectivity (Piedmont, 1993 ~ Tokar, Fischer, Subich & Mezydlo, 1998). As 
mentioned, negative affectivity has been correlated with burnout while positive 
affectivity has been correlated with lower levels of burnout (Iverson, Olekalns & Erwin, 
1998). Thus, similar correlations may be expected ofNeuroticism and Extraversion. 
Previous investigations which examined the relationship between personality and 
burnout using both the MBI and either the NEO-PI or the NEO-FFI have found 
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correlations among the scales (Deary, Agius, & Sadler, 1996; Huebner & Mills, 1994; 
Piedmont, 1993). High scores of Neuroticism have been correlated with higher levels of 
Emotional Exhaustion and Depersonalization (Deary, Agius, & Sadler, 1996; Piedmont, 
1993). Low scores on the Extraversion scales were found to be correlated to lower levels 
of Personal Accomplishment and higher levels of Depersonalization (Huebner & Mills, 
1994 ). Low scores on the Conscientiousness Scale have been associated with higher 
levels of Depersonalization and lower levels of Personal Accomplishment (Deary, Agius, 
& Sadler, 1996; Huebner & Mills, 1996). Additionally, low scores on the Agreeableness 
Scale have been correlated with higher levels of Emotional Exhaustion (Huebner & 
Mills, 1996; Piedmont, 1993). Therefore, previous research has found that individuals 
that score higher on Neuroticism and lower on Conscientiousness, Agreeableness and 
Extra.version were more likely to experience burnout. 
While the role of personality in the burnout process has some documentation 
(Deary, Agius & Sadler, 1996; Dolan & Renaud, 1992; Eastburg, Williamson, Gorsuch & 
Ridley, 1994; Glicken, 1983; Huebner & Mills, 1994; Iverson, Olekalns & Erwin, 1998; 
Kartman, 1983; Keinan & Melamed, 1987; Kirkcaldy, Thome & Thomas, 1989; 
Naisberg-Fennig, Fennig, Keinan & Elizur, 1991; Nowack, 1986; Piedmont, 1993; Tokar, 
Fischer, Subich & Mezydlo, 1998) there has been no research investigating the 
relationship between burnout and personality among domestic violence workers. The 
purpose of this study is to gain further insight into what factors influence burnout among 
human service workers in domestic violence agencies, specifically the role of personality 
dimensions. Additionally, a goal of this study is to gain further knowledge regarding the 
rate of burnout in this important human service population. 
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Method 
Participants 
Fifteen domestic violence agencies in Illinois were selected using a directory 
listing of all domestic violence agencies. Sixty-nine paid employees from these agencies 
volunteered to participate. To assure representative data collection from each geographic 
area, agencies from North, Central and Southern regions in the state were sampled. Both 
rural and metropolitan areas were included to assure representative sampling of 
population distribution. 
Materials 
A demographic questionnaire was constructed to investigate certain demographic 
characteristics and their relationship with burnout. These characteristics are: age, level 
of education, marital status, gender, the primary population the agency serves, number of 
years at the agency, and an estimated amount of hours a week spent on paper work and in 
direct client contact. Subjects were also asked to rate their satisfaction with their 
supervisor on two 6-point Likert items anchored at Very Low= 0 and Very High= 5. 
The Maslach Burnout Inventory-Human Services Survey (MBl-HSS) is a 
self-report device consisting of 22 items intended to measure the psychological 
dimension of burnout (Arthur, 1990; Maslach, Jackson & Leiter, 1996). Each item is 
measured on a 7-point Likert scale measuring the frequency of occurrence ranging from 
Never= 0 to Every Day= 6. Three subscales comprise the overall scale: Emotional 
Exhaustion, Depersonalization, and Personal Accomplishment. The Personal 
Accomplishment scale is scored in the opposite direction. Individuals with high scores 
on the Emotional Exhaustion and Depersonaliz.ation subscales and a lower score on the 
Personal Accomplishment are scored as being or becoming burned out. There are 9 
items on the Emotional Exhaustion scale. An example from this scale is, "I feel 
emotionally drained from my work". There are 5 items on the Depersonalization scale 
Burnout 10 
which includes items such as, "I've become more callous toward people since I took this 
job". The Personal Accomplishment scale has 8 items such as, "In my work, I deal with 
emotional problems very calmly" (Powers & Gose, 1986). 
The MBl has three forms, the Human Services Survey, the General Survey, and 
the Educators Survey. The Hwnan Services Survey was the original format and intended 
for those in the helping profession. Research found that it could not be applied across 
occupations which lead to the development of the other two forms. While the Hwnan 
Services Survey and the Educators Survey measures the level of burnout an individual is 
experiencing, the General Survey measures a continuum of engagement to burnout. The 
difference in the Educators Survey is that the word "student" replaces "recipient" from 
the Human Services Survey. 
Reliability and validity have been supported in the research on the MBI. The 
reliability for the subscales is reported as a Cronbach's Alpha of .90 for Emotional 
Exhaustion, . 79 for Depersonalization, and . 71 for Personal Accomplishment (Powers & 
Gose, 1986). The three factor design of the MBI has also been supported by research 
(Walkey & Green, 1992). 
The NEO-FFI is a short version of the NEO-PI-R. The NEO-FFI is a 60-item 
questionnaire aimed at providing a brief yet comprehensive measure of the five domains 
of personality. The five dimensions are neuroticism, extraversion, openness to 
experience, agreeableness, and conscientiousness. There are five scales on the NEO-FFI, 
one for each of the domains. There are 12 items per scale; each item is measured on a 
five point scale ranging from "strongly disagree" to "strongly agree". An example of an 
item on the Neuroticism Scale is the statement, "I am not a worrier". "I usually prefer to 
do things alone" is an item on the Extraversion Scale. Openness to experience is 
measured using items such as, "I don't like to waste my time daydreaming". "I'm 
hard-headed and tough minded in my attitudes" is an example of an Agreeableness Scale 
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item. The Conscientiousness Scale includes items such as "I strive for excellence in 
everything I do". 
The NEO-FFI also includes items to check the validity of the responses. There 
are three yes or no items at the end of the inventory. The first question is "Have you 
responded to all of the statements?". The other two are "Have you entered your responses 
in the correct boxes?" and "Have you responded accurately and honestly?". 
Although the NEO-FFI has been found to be less valid and reliable than the 
NEO-PI-R, it is still considered a good measurement of the dimensions of personality. 
The following correlations are found between the NEO-FFI and the domain scales of the 
NEO-PI-R: Neuroticism, .92, Extraversion, .90, Openness to Experience, .91, 
Agreeableness, .71, and Conscientiousness, .87. Internal consistency has also been 
calculated obtaining the following coefficient alphas: Neuroticism, .86, Extraversion, 
.77, Openness to Experience, .73, Agreeableness, .68, and Conscientiousness, .81 (Costa 
& Mccrae, 1992). 
Procedure 
The experimenter initially contacted directors of the geographically selected 
agencies by mail requesting assistance in collecting data (See Appendix A). One letter 
was returned as address unknown. Another agency was selected and sent the letter. 
Phone contact was then made with the directors in an attempt to secure an agreement of 
participation. The experimenter was unable to contact the directors of six of the 
agencies. These agencies were sent a second letter (See Appendix B). Two of the 
agencies were sent a third letter (Appendix C). Ten Agencies agreed to participate. 
Three of the remaining agencies denied their participation while the other two did not 
respond. 
When permission was given packets of inventories were mailed to the agencies 
care of the staff member designated by the director. The packets included a consent 
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form, demographics questionnaire, the NEO-FFI (Costa & Mccrae, 1992), the MBI 
(Maslach, Jackson & Leiter, 1996), and a debriefing statement. Each of these packets 
also included a self-addressed stamped envelope to return the materials. The designated 
staff member was sent instructions (See Appendix D) asking them to hand out the 
packets and to give the staff some brief instructions. 
A total of ninety-eight packets were sent out to the ten agencies that agreed to 
participate. Eighty-one of those packets were returned with only sixty-nine usable for the 
study. Seven packets were returned unused. The remaining returned packets were 
returned incomplete: one was missing the NEO-FFI, two were missing the MBI, one 
demographic questionnaire was returned alone, and one :MBI was returned blank. After 
results were obtained from the data participating agencies were sent a summary of the 
findings. 
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Results 
The subjects reported a mean age of 39.10 (SU = 11 .76) with a mean of 5.00 
years (Sll = 4.33) working with domestic violence. One respondent failed to report age 
and 6 failed to report the number of years working with domestic violence. Sixty-seven 
of the respondents were female, one was male, and one did not report gender. Forty-four 
percent indicated a Bachelor's degree as their highest degree, 14% had Masters degree, 
and 42% reported other as type of degree. Three individuals failed to report highest 
degree obtained. Seventy-seven percent reported to be Caucasian, 17% African 
American, 4% Hispanic, and 1 % reported other for ethnicity. Fifty-one percent were 
married, 25% single, 22% divorced, and 3% reported being widowed. The median salary 
reported was $18,001 - 21,000. 
The subjects reported an approximate number of hours they spent per week in 
various job tasks. The mean number of hours spent a week in direct contact with clients 
was 19.36 (SD. = 7.71). The mean number of hours spent doing paperwork was 9.7 (SD. 
= 7.00). The mean number of hours reported to be spent in activities such as case 
management and staff meetings was 5.63 (Sl2 = 4.88). 
Comparisons were made by socioeconomic status of primary populations served 
among two groups which included middle class (n = 57, 83%), and lower class 
( n = 12.17% ). Further comparisons were made by agency setting among two groups 
which included rural (n = 37, 54%) and urban (n = 32, 46%). Rural was defined as any 
locale with a population less than 40,000 and an urban setting was one with a population 
of 40,000 or more (U. S. Census Bureau, 1996). 
The mean MBI scores for the total sample were 18.87 (Sl2 = 10.01) for Emotional 
Exhaustion (EE), 5.81 (Sil= 5.79) for Depersonaliz.ation (DP), and 38.73 (SD. = 6.08) for 
Personal Accomplishment (PA). The means and standard deviations of the MBI scores 
for each type of socioeconomic status served are presented in Table 1. The scores of 
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these two groups on the three MBI scales were compared using one-way analysis of 
variance~ there were no significant differences (12 > .05). The means and standard 
deviations of the MBI scores for each type of agency setting location are presented in 
Table 2. The scores of these two groups on the three MBI scales were compared using 
one-way analysis of variance; again, there were no significant differences (12> .05). 
The mean T scores on the NEO-FFI were 47.48 (SU = 8.96) for Neuroticism, 
56.55 (Sil= 9.31) for Extraversion, 53.30 (SU = 10.52) for Openness to Experience, 
53.41 (SD.= 11.60) for Agreeableness, and 52.52 (Sil= 9.87) for Conscientiousness. 
The means and standard deviations of the NEO-FFI scores for each type of 
socioeconomic status served are presented in Table 1. The scores of these two groups on 
the NEO-FFI subscales were compared using one-way analysis of variance~ there were 
no significant differences (12> .05). The means and standard deviations of the NEO-FFI 
scores for each type of agency setting location are presented in Table 2. The scores of 
these two groups on the NEO-FFI subscales were compared using one-way analysis of 
variance; there were no significant differences (12 > .05). 
Comparisons were also made on MBI scores by highest degree obtained among 
two groups which included Bachelor' s degree (n = 29) and Master's degree (n = 9). 
These groups comprised 76% and 24% respectively of respondents included in this 
analysis. The category of"other" (n = 28) was not included in this comparison since it 
included a variety of levels of education. Comparisons by ethnicity were made among 
the two largest groups sampled, comprising 94% of cases, which included Caucasian (n = 
53, 82%) and African American (n = 12, 18%). The remaining ethnic groups consisted 
of too few of numbers to meaningfully include in the comparison. Further comparisons 
were made by marital status among three groups which included single (n = 17, 25%), 
married (n = 35, 51%), and divorced or widowed (n = 17, 25%). The groups of divorced 
and widowed were collapsed into one for the purposes of this comparison. Comparisons 
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were made by salary among four groups which included up to $18,000 (n = 16, 23%), 
$18,001 - 21,000 (n = 23, 33%), $21,001 - $26,000 (n = 17, 25%), and $26,001 and over 
( n = 13, 19% ). The scores of these groups on the three MBI subscales were compared 
using one-way analyses of variance; there were no significant differences (p,> .05). 
The tvml manual (Maslach, Jackson & Leiter, 1996) listed mean scores for social 
service workers as 21.35 (Sl2 = 10.51) for EE, 7.46 (.SU = 5.11) for DP, and 32.75 (SD. = 
7.71) for PA. Based on Maslach, Jackson and Leiter's criterion for "high" levels of 
burnout (i.e., scores in the upper third of the normative distribution with high scores on 
both the EE and DP scales; but, with low scores on the PA scale) the percentage of 
subjects showing high EE was 22%, 19% high DP, and 13% showing low PA. Table 3 
displays levels of EE, DP, and PA by socioeconomic status of population served and 
setting of agency. 
The subjects were asked to rate on six-point Likert scales (1 = very low to 6 = 
very high) their overall job satisfaction, perceived support from supervisor, perceived 
support from co-workers, satisfaction with supervision, desire to leave current job, and 
desire to leave current profession. The means reported were 4.77 (SD. = 0.88) for job 
satisfaction, 4.80 (SD.= 1.26) for supervisor support, 4.69 (SD. = 1.02) for support from 
co-workers, 4.69 (SD. = 1.32) for satisfaction with supervision, 2.55 (SD. = 1.40) for 
desire to leave job and 2.10 (SU = 1.20) for desire to leave current profession. Three 
percent of the subjects failed to report their perceived support from co-workers, 
satisfaction with supervision, desire to leave current job, and desire to leave current 
profession. 
Pearson correlations between measures of satisfaction are presented in Table 4; 
11 of the 15 coefficients were significant (p < .05). Overall job satisfaction was 
negatively related to desire to leave job and desire to leave current profession and was 
positively related to perceived support from supervisor, support from co-workers, and 
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satisfaction with supervision. Perceived support from supervisor was positively related 
to support from co-workers and satisfaction with supervision and negatively related to 
desire to leave job. Support from co-workers was positively related to satisfaction with 
supervision while satisfaction with supervision was negatively related to desire to leave 
job. Desire to leave job was also positively related to desire to leave profession. 
Pearson correlations of the MBI scales and the NEO-FFI scales (see Table 5) 
revealed that Neuroticism was positively correlated with EE and DP. Neuroticism was 
negatively correlated with PA. Agreeableness was negatively correlated to EE and DP; 
however, it was positively correlated to PA. Conscientiousness was also negatively 
correlated to EE and DP and positively correlated with PA. 
Significant relationships were also found between MBI subscales and satisfaction 
variables ( see Table 6). Overall job satisfaction was negatively correlated with EE and 
positively correlated with PA. Desire to leave current profession was significantly 
correlated with all three subscales. Perceived support from supervisor was the only 
satisfaction variable not correlated with any of the MBI scales. 
In addition, the NEO-FFI subscales were significantly correlated with some of the 
satisfaction variables (see Table 7). Conscientiousness was positively correlated with 
overall job satisfaction but negatively correlated with desire to leave current profession. 
Agreeableness was also negatively correlated with desire to leave current profession but 
positively correlated with support from co-workers. Neuroticism was positively 
correlated with desire to leave job and desire to leave current profession. Extraversion 
and Openness to Experience were not significantly correlated with any of the satisfaction 
variables. 
Pearson correlations of the MBI subscales and the demographic variables of age, 
number of years working with domestic violence, and hours spent weekly on various 
work activities revealed some significant relationships. Age was found to be negatively 
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correlated with DP~ the number of hours spent a week in activities such as case 
management and staff meetings was positively correlated with both EE and DP (see 
Table 8). 
A series of stepwise multiple regressions were performed to determine the best 
predictors of burnout and satisfaction. In these analyses, the separate dependent 
variables were job satisfactio~ the desire to leave job, and the desire to leave one's 
current profession, and the MBI scales. The independent variables were those used as 
dependent variables as well as the scores on the NEO-FFI subscales. The greatest 
predictor of Emotional Exhaustion and Personal Accomplishment was Neuroticism. The 
greatest predictor ofDepersonali:zation was Emotional Exhaustion. The results of these 
analyses are shown in Table 9. 
The intercorrelations of the MBI scales are shown in Table 10. These findings 
are similar to the findings by Maslach, Jackson and Leiter ( 1996) which also found a 
positive correlation (r = .52) between DP and EE and a negative correlation (r = -.22) 
between EE and PA However, those researchers also found a negative correlation 
between DP and PA (r = -.22)~ whereas this study did not find a significant correlation 
between these two subscales. 
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Discussion 
A primary goal of this study was to determine the possible existence of burnout 
among domestic violence staff in Illinois. Twenty-three percent of the subjects met the 
criterion of burnout for high Emotional Exhaustion and 12% reported a high level of 
burnout on the criterion of Depersonalization. In addition to those surveyed who 
experienced high amounts of these criterion of burnout, several reported experiencing an 
average or moderate level. Thirty-three percent of respondents reported an average level 
of Emotional Exhaustion, 29% average Depersonalization, and 13% reported an average 
amount of Personal Accomplislunent. This is different from the results of Brown & 
O'Brien (1998) who found that shelter workers did not meet the criterion established for 
burnout It is important to note that the concept of burnout is not a dichotomy where 
either an individual is or is not burned out, rather it is a continuum where burnout is 
experienced in a range from low to average (or moderate) to high (Maslach, Jackson & 
Leiter, 1996). 
A secondary goal of this study was to gain further insight into what factors 
influence burnout among domestic violence staff. The first type of factors examined 
were certain personal and work environment characteristics. The only personal 
characteristic found to have a significant correlation to burnout was age of the staff 
member. Age of the staff member was negatively correlated with DP. This finding 
replicates Maslach (1982) and Tumipseed' s (1998) research that found age was inversely 
related to burnout. A possible explanation for this is that older individuals may have 
more job experience and therefore have a better understanding and acceptance of their 
job (Turnipseed, 1998). Maslach ( 1982) additionally suggests that older individuals tend 
to be more mature and have a better understanding of life in general which results in 
older individuals being less prone to stress and burnout. 
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A work environment factor, the amount of hours spent in case management or 
staff meetings was positively correlated with EE and DP. These results differ from the 
findings of previous research in that previous studies have found that amount of 
paperwork and burnout are positively related (Edelwich & Brodsky, 1980; Gomez & 
Michaelis, 1995). Similar to prior studies by Chemiss (1980), Maslach (1982) and 
Mckenna (1986) that found that individuals who perceive a lack of support from their 
co-workers tend to experience higher rates of burnout, this study found that perceived 
support from co-workers was also significantly related to EE and PA. Individuals that 
believe they receive support from individuals they work with report less EE and more 
PA A supportive staff network may provide individuals with positive feedback on their 
work to increase their sense of personal accomplishment and people to talk to which in 
turn may lessen their emotional load. 
Individuals with low levels of satisfaction with supervision tended to report 
higher levels of Emotional Exhaustion. Previous studies have examined supervisor 
support but not satisfaction with supervision (Brown & O'Brien, 1998; Edelwich & 
Brodsky, 1980; Maslach, 1982; Turnipseed, 1998). A dissatisfaction with supervision, 
suggests that individuals are not getting what they expect out of the supervision they 
receive. It would be beneficial to determine what staff members want from supervision 
and what they are receiving. A staff member's desire to leave their current job was 
positively correlated with EE. Desire to leave current profession was positively related 
with EE and negatively related to PA. It is not surprising that an individual who is 
feeling a low sense of personal accomplishment and therefore inadequate in the services 
they provide would be rethinking what they have chosen to do in life. Additionally, 
individuals who feel overall satisfaction with their job are likely to experience lower 
levels of Emotional Exhaustion and higher levels of Personal Accomplishment. 
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In addition to the other factors, this study specifically focused on the influence of 
personality dimensions on burnout. Significant correlations were found between all three 
MBI subscales and certain personality dimensions. These results indicated that 
individuals who display higher levels of Neuroticism tend to show higher levels of 
burnout. These individuals tended to score higher on EE and DP while having lower 
levels of PA. This is not a new finding. Previous studies have found Neuroticism to be 
positively correlated with EE and DP (Deary, Agius, & Sadler, 1996; Piedmont, 1993). 
Neuroticism is a measurement of emotional stability. Individuals who display a high 
level ofNeuroticism display instability or maladjustment (Costa & McCrae, 1992). It is 
not surprising either to find that such individuals do not feel a sense of high personal 
accomplishment. Furthermore, the current findings indicated that individuals with lower 
scores on the Agreeableness and Conscientiousness Scales reported higher levels of EE 
and DP while scoring lower on PA. Piedmont (1993) found a similar relationship 
between Agreeableness and EE. He pointed out that this relationship could be a 
reflection of the manipulative and cynical orientation toward others that a low 
Agreeableness score indicates. One would not expect to find such a personality 
characteristic in human service providers. These individuals may experience a higher 
amount of EE due to an inconsistent match between their personality and job 
environment. This could also account for the higher levels of DP experienced by such 
individuals. Huebner and Mills (1996) also found that low scores on Agreeableness 
tended to display higher levels of DP. Similar correlations were found regarding the 
Conscientiousness Scale by Dear, Agius, and Sadler ( 1996) and Huebner and Mills 
(1996). Their studies found that low scores on Conscientiousness were associated with 
higher levels of DP and lower levels of PA. Individuals who score high on 
Conscientiousness are likely to have a high drive for achievement and may even be 
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considered workaholics. A low sense of personal accomplishment or feelings of 
inadequacy would no doubt be tough for such individuals. 
In addition to the relationships between factors and burnout, predictors of burnout 
are important to detennine. The variables examined as possible predictors in this study 
were job, satisfaction, desire to leave job, desire to leave current profession, Emotional 
Exhaustion, Depersonalization, Personal Accomplishment, and the personality 
dimensions. The best predictor of Emotional Exhaustion is the level ofNeuroticism. 
Additional predictors of Emotional exhaustion were job satisfaction, Agreeableness, 
desire to leave job, and the level of Depersonalization. Since Neuroticism is a measure 
of relative adjustment and sensitivity to distress it is not surprising that it would be a 
reasonable predictor of Emotional Exhaustion. These individuals' adjustment may be 
taxed to where they would have problems coping with the emotional demands of their 
work. High scorers on Neuroticism experience more anxiety, depression, and have 
difficulty coping well with stressful situations (Piedmont, 1993). Emotional Exhaustion 
was the only significant predictor of Depersonalization. Neuroticism was the most 
significant predictor of Personal Accomplishment with job satisfaction also being 
significant. An individual with personality characteristics common to individuals who 
score high on Neuroticism would probably need a lot of reinforcement and 
encouragement in order to feel adequate in their job. They may also be more sensitive to 
negative feedback or failure. Thus, an individual who measures high on Neuroticism is 
both likely to experience more emotional exhaustion and have a low sense of personal 
accomplishment. 
Implications 
The presence of burnout among domestic violence staff, regardless of their 
clients' socioeconomic status, setting of the agency, academic degree, salary, ethnicity, or 
marital status, suggests that each work setting itself should be examined more closely. 
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The results of this study indicate a need for further consideration regarding the important 
role of job satisfaction and satisfaction with supervision with these human service 
providers. This study also indicates that the perception of co-worker support plays an 
important role in the experience of burnout. 
The finding that high levels ofNeuroticism is a major predictor of both high 
Emotional Exhaustion and low Personal Accomplishment suggests that personality 
dimensions play an important role in the phenomenon of burnout. This was also 
suggested by Piedmont (1993). However, the important role of the factors already 
mentioned suggests that steps such as providing satisfactory supervision, requiring less 
time in case management or staff meetings, and encouraging a support network among 
staff, can be taken to decrease the likelihood or the extent to which such individuals may 
experience burnout. 
Limitations 
Generaliz.ation of the results of this study should be viewed cautiously due to 
characteristics of the sample. The sample only included one male, preventing any 
exploration of the gender differences in the experience of burnout. This sample also did 
not include any representatives from the largest metropolitan area of Illinois, Chicago. 
An additional limitation of this study is its reliance on self-report measures with no 
verification of burnout such as supervisor or co-worker reports, absentee records, or a 
measure of physical symptoms of burnout. 
SUiiestjons for future research 
Very few studies have examined burnout among domestic violence staff which 
leaves much to be explored. Further studies exploring both the personal characteristics 
and environmental factors may be able to further support the relationships found. Future 
research should also look at the differences in the work of this population and other 
populations that have been examined. This may help provide a better understanding of 
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the differences among the various human service populations in the experience of 
burnout. 
The use of other instrumentation in future studies could also be insightful, such as 
a second measure of burnout or personality. A more refined background measure 
including details such as discipline of academic training would provide further 
information which may help explain burnout further in this population. In addition to 
this information a measure of the staff members social desirability may contribute 
interesting findings to the research. 
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Table 1 
Means and Standard Deviations for MBI and NEO-ffl Subscales by Type of Population 
Served 
Type of Population Served 
Scale Subscale Lower Middle 
MBI 
EE 20.17 18.60 
(09.79) (10.12) 
DP 05.00 05.98 
(05.29) (05.92) 
PA 37.83 38.91 
(07.15) (05.88) 
NEO-FFI 
N 47.58 47.45 
(11.02) (08.58) 
E 52.50 57.40 
(10.18) (08.97) 
0 54.50 53.05 
(09.75) (10.74) 
A 51 .50 53.41 
(13.65) (11.22) 
(1abl.e. continues) 
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Table 3 
Levels of Burnout for MBI Subscales by Socjoeconomjc Status (SES) of Population 
Served and Settin.: of A~ency 
Group Low Avera&e Hiib 
Emotional Exhaustion 
SES: 
Middle 26 (46%) 19 (33%) 12 (21%) 
Lower 5 (42%) 4 (33%) 3 (25%) 
Setting: 
Rural 19 (51%) 9(24%) 9 (24%) 
Urban 12 (38%) 14 (44%) 6 (19%) 
Depersonalization 
SES: 
Middle 34 (60%) 12 (21%) 11 (19%) 
Lower 8 (67%) 2 (17%) 2 (17%) 
Setting: 
Rural 24 (65%) 6 (16%) 7 (19%) 
Urban 18 (56%) 8 (25%) 6 (19%) 
(lab.le. continues) 
Table 3 (continued) 
Group 
SES: 
Middle 
Lower 
Setting: 
Rural 
Urban 
Personal Accomplishment 
43 (75%) 
8 (67%) 
24 (65%) 
27 (84%) 
7 (12%) 
2 (17%) 
7 (19%) 
2(6%) 
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7 (12%) 
2 (17%) 
6 (16%) 
3 (9%) 
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Table 4 
Correlations Between Satisfaction variables 
SPVSUP COWSUP SPVSAT LVJOB LVPROF 
JOBSAT .49••• .ss••• .42••• -.39··· -.41 *** 
SPVSUP .47*** .83*** -.25* -.20 
COWS UP .49*** -.12 -.06 
SPVSAT -.24* -.15 
LVJOB 59••• 
Legend: JOBSA T = overall job satisfaction; SPVSUP = perceived support from 
supervisor; COWSUP = support from co-workers; SPVSAT = satisfaction with 
supervision; L VJOB = desire to leave job; L VPROF = desire to leave current profession. 
•••12 < .001. 
Burnout 31 
Table 5 
Correlations Between MBI and NEO-FFI Subscales 
NEO-FFI Subscale MBI 
EE DP PA 
N .ss••• .31•• -.45*** 
E -.17 -.11 .22 
0 -.13 -.17 .18 
A -.so••• -.44••• .33*• 
c -.41••• -.37** .35** 
Legend: EE = emotional exhaustion; DP = depersonaliz.ation; PA = personal 
accomplishment; N = neuroticism; E = extraversion; 0 = openness to experience; 
A = agreeableness; C = conscientiousness. 
•12 < .05. •••12 < .001. 
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Table 6 
Correlations Between MBI Subscales and Satisfaction Variables 
MBI 
EE DP PA 
JOBSAT -.3s•• -.21 .29• 
SPVSUP -.15 -.11 .13 
COWS UP -.33 .. -.13 .42••• 
SPVSAT -.29• -.13 .20 
LVJOB .54••• .15 -.23 
LVPROF .44••• .25• -.33•• 
Legend: EE = emotional exhaustion; DP = depersonalization; PA = personal 
accomplishment; JOBSA T = overall job satisfaction; SPVSUP = support from 
supervisor; COWSUP = support from co-workers; SPVSA T = satisfaction with 
supervision; L VJOB = desire to leave job; L VPROF = desire to leave current profession. 
•p. < .05. •••p. < .001. 
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Table 7 
Correlations Between NEO-FFI Subscales and Satisfaction Variables 
NEO-FFI 
N E 0 A c 
JOBSAT -.14 .10 .08 .11 .24* 
SPVSUP -.07 .01 .05 .13 .07 
COWS UP -.20 .23 .23 .26• .16 
SPVSAT -.21 .13 .06 .17 .05 
LVJOB .49••• -.06 .01 -.18 -.16 
LVPROF .31•• -.19 -.17 -.26• -.26• 
Legend: N = neuroticism; A = agreeableness; C = conscientiousness; JOBSAT = overall 
job satisfaction; COWSUP = support from co-workers; L VJOB = desire to leave job; 
L VPROF = desire to leave profession. 
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Table 8 
Correlations Between MBI Subsca}es and A~. Years workini with Domestic Violence 
and Hours Spent on Case Manaiement or StaffMeetinis 
MBI 
EE DP PA 
AGE -.17 -.33 .. .21 
YEARS -.02 -.03 .01 
DCWC .13 .22 .07 
PAWK .04 -.12 -.02 
CMSM .29* .27* -.04 
Legend: YEARS = years working with domestic violence; DCWC = hours in direct 
contact with clients; PA WK = hours spent doing paperwork; CMSM = number of hours 
spent per week on case management or staff meetings. 
•12 < .05. •••12 < .001. 
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Table 9 
Multiple Hierarchical Re~ssions Predictin& Job Satisfaction. Desire to Leave Job and 
Profession, and MBI Factors 
R &. &. Beta 
change 
Job Satisfaction 
EE .45 .20 -.45 
LVPROF .51 .26 .05 -.26 
Desire to Leave Job 
LVPROF .59 .35 .59 
EE .67 .45 .10 .35 
Desire to Leave Profession 
LVJOB .59 .35 .59 
PA .62 .39 .04 .20 
Emotional Exhaustion 
N .57 .33 .57 
JOBSAT .68 .46 .13 -.37 
A .72 .51 .06 -.27 
LVJOB .75 .56 .04 .25 
DP .77 .59 .04 .22 
(.tabk continues) 
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Table 9 (continued) 
R ~ ~ Beta 
change 
Depersonalization 
EE .49 .24 .49 
Personal Accomplishment 
N .44 .19 -.44 
JOBSAT .52 .27 .07 .27 
Legend: EE = emotional exhaustion; L VPROF = desire to leave profession; 
L VJOB = desire to leave job; PA = personal accomplishment; N = neuroticism; 
JOBSAT = overall job satisfaction; A = agreeableness; DP = depersonalization. 
Table 10 
Intercorrelatjons of MBI Scales 
DP 
PA 
Legend: *12 < . 05. 
EE 
.49••• 
DP 
-.38** -.21 
••12 < .01. •••12 < .001. 
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Appendix A 
November 21, 1999 
(Insert Address) 
Dear Executive Director. 
I am a clinical psychology graduate student at Eastern Illinois University in Charleston, 
IL working on my master's thesis with Dr. Bill Kirk. I am writing to request your 
assistance with my research. My thesis will examine the relationship between burnout 
and certain personality dimensions in human service workers in domestic violence 
agencies. In order to do this I need the participation from several agencies within 
Illinois. 
What I hope to do is to mail out my questionnaires to those agencies who are willing to 
participate in order for their staff to complete them. If you are willing to assist me I will 
send several packets to you for you to pass out to those staff who are willing to complete 
them. Each participating staff member will need about 45 minutes to complete the 
packets. The packets will include: an " Information Summary and Consent Form", a 
"Demographic and Satisfaction Scale" , the "Maslach Burnout Inventory", and the 
"NEO-Five Factor Inventory". Self-addressed stamped envelopes will be included in 
order for the packets to be returned. All participants will have access to a summary of 
the findings after the completion of my study which I will send to each Executive 
Director of participating agencies. 
I will be calling within a couple weeks to request permission to send packets to your 
agency. If you have any questions before that time please feel free to contact me, or Dr. 
Bill Kirk, Psychology Department, EIU, (217) 581-2127 (e-mail: wgkirk@eiu.edu). 
My hope is to get enough agencies to participate in order to accurately represent 
domestic violence agencies in Illinois. Your participation will be greatly appreciated. 
Sincerely, 
Kristi J. Flatter 
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January 6, 2000 
(Insert Address) 
Dear (Insert Addressee' s name): 
I am a clinical psychology graduate student at Eastern Illinois University in Charleston. 
IL working on my master's thesis with Dr. Bill Kirk. I have been attempting to contact 
you to request your assistance with my research. My thesis will examine the relationship 
between burnout and certain personality dimensions in human service workers in 
domestic violence agencies. In order to do this I need the participation from several 
agencies within Illinois. 
Enclosed is a self-addressed postage paid envelope. Please indicate if you do or do not 
wish to participate in the study. Additionally, if you do wish to participate please 
indicate the number of full time staff members you expect will participate. 
If my previous letter explaining my study did not reacff you or if you have any other 
additional questions please feel free to contact me, or Dr. Bill Kirk, Psychology 
Department. EIU, (217) 581-2127 (e-mail: cgkjf@pen.eiu.edu or wgkirk@eiu.edu). 
I appreciate your time and hope you will participate. It is critical that we secure a 
geographical representation of agencies to accurately represent the domestic violence 
agencies in Illinois. 
Sincerely, 
Kristi J. Flatter 
I wish for my agency to participate __ _ Please send __ packets. 
I do not wish for my agency to participate __ 
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February 16, 2000 
(Insert Address) 
Dear (Insert Name): 
We've not heard from you regarding a letter requesting your assistance in gathering data 
for an important research project. We are investigating the issues related to burnout 
among human service workers in the field of domestic violence work among randomly 
selected agencies in the State of IL. You may have returned our original letter, but we 
have no record of it. 
If you and your staff would consent to participating in an ANONYMOUS manner, we 
would send you sets of questionnaires for your staff with postage paid return envelopes. 
The data being gathered is essentially for a master's thesis, however the information 
gathered from this study will significantly add to the existing research about the variables 
related to burnout in this important work. We guarantee anonymity and any infonnation 
used will not identify any individuals or agencies. We will also be happy to send you a 
summary of the results. 
Thank you so much for considering participation in this critical research project. 
Kristi Flatter 
MA candidate 
W. G. Kirk, Ph.D. 
Professor of Psychology 
£ASTE_RN 
ILLINOIS UNIVERSITY 
Appendix D 
Dear (Insert Name): 
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Psychology Department 
Charleston, IL 61920-30S 
Office: 2 1 7-581-21~ 
FAX: 217-581-67< 
Thank you for assisting me with my research. The following are some directions 
I'm asking you to give your employees who participate. This is to insure that all 
participants receive the same guidelines and know bow to proceed. 
( 1) Give one packet to each participating employee. This includes the "Information 
Summary and Consent Form", the "Demographic and Satisfaction Scale", the 
"Maslacb Burnout Inventory", the ''NEO-FFr', and a "Debriefing Statement". These 
are already grouped together for you, one per packet. 
(2) Inform employees to complete materials in the order they are in the packet. Please 
let them know the "Information Summary and Consent Form" should be first. 
Completing the packets should take each staff member about 45 minutes. 
(3) Once the packets are completed please have them place the "'Inf01mation and 
Consent Form" in one envelope, the remaining materials in the other envelope 
provided and SEAL them to ensure confidentiality of their answers. 
(4) Please designate a place for staff members to return the sealed envelopes that will 
ensure that you receive them and that the answers will remain confidential. Once 
staff members return them to you please mail them out to me by March 24, 2000. 
(5) Please return any unused materials also. These inventories are costly and their return 
would be greatly appreciated. 
Once again, I thank you for all your assistance. Due to you and your agency' s 
cooperation I feel I will be able to meet my goal of accurately representing Illinois in my 
study. I will be sending you a swnmary of my findings once it is complete and I hope 
you will share this with your staff members who participated. 
Thank You, 
Kristi Flatter Dr. Bill Kirk 
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DEMOGRAPHIC AND SATISFACTION SCALE 
01 . Highest Degree Acquired: 
Bachelor's Master's Other (specify) __ _ 
02. Age:_ 
04. Ethnicity: 
Asian, Asian American _ 
Latino, Hispanic _ 
Afiican American 
05. Marital Status: 
03. Gender: 
Caucasian 
Native American 
Other (please specify) ____ _ 
Single _ Married: _ Divorced: Widowed: 
06. Socioeconomic Status of Population Served (SES): 
Lower SES _ Middle SES _ _ Upper SES __ 
07. Setting of agency: 
Rural Metropolitan __ _ 
08. Number of Years Working with Domestic Violence: __ 
09. Salary Per Year: 
Up through 18,000 _ 
18,001 to 21,000 
21 ,001to26,000 _ 
26,001 to 31,000 _ 
31,001to36,000 _ 
36,001 + -
10. Please Estimate the Number of Hours Per Week Spent in: 
Direct Contact with Clients 
Paperwork 
Case Management and/or Staff Meetings 
11. Overall Job Satisfaction: 
VeryHigh _ 
Moderately High 
Mildly High_ 
Mildly Low 
Moderately Low 
Very Low 
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12. Perceived Support from Supervisor: 
v High ery -
Moderately High 
Mildl High y -
Mildly Low 
Moderately Low 
Very Low 
13. Perceived Support from Co-Workers: 
VeryHigh _ 
Moderately High 
Mildly High_ 
Mildly Low 
Moderately Low 
Very Low 
14. Satisfaction With Supervision: 
VeryHigh _ 
Moderately High 
Mildly High -
Mildly Low 
Moderately Low 
Very Low 
15. Desire to Leave Current Job: 
VeryHigh _ 
Moderately High 
Mildl High y -
Mildly Low 
Moderately Low 
Very Low 
16. Desire to Leave Current Profession: 
VeryHigh _ 
Moderately High 
Mildly High_ 
Mildly Low 
Moderately Low 
Very Low 
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